Introduction
The strategy execution relates to the use of managerial and organizational tools to direct resources towards the achievement of strategic results. The strategy execution has also been defined as the administration and execution of strategy plan. The strategy execution has also been defined as the building of capable organization through resources allocation to critical action plans, establishment on an enabling environment, embracing best practices as well as best practices. Strategy execution has also been depicted as when the strategy gets relayed to the organization, so that the staff involved knows the "what", "why" and "how" of the strategy ( (Wit & Meyer, 2010) ). It is where the people, departments, budgets and resources involved are allocated and coordinated in a cooperating symbiosis. Strategy execution is also considered to be the moderation through which the actual implementation processes is scrutinized, managed and adjusted to the experiences and consequences that the organization encounter, as a result of implementing the strategy (Pedersen, 2008) . Macharia (2011) indicates that strategy implementation involves the resources allocation in the pursuing of the chosen strategies within an organization. According to Karani, (2009), strategy has been defined as the direction and scope the organization wishes to go in the long-term. "Strategy has also been defined as a set of decisions that guides organizations" operations. Strategy execution is the practice of
Figure 1 Strategy Execution Model
The strategy execution model (SEM) illustrates how the elements of strategy execution converge the strategy plan to a tangible outcome. The execution process has two key elements; adequate translation of strategy and adaptation to reality. In pertinence to strategy execution in schools, similarly to the other economic sectors there is need of use of human, material and financial resources for functionality of the institution. (Wanjala & Rarieya, 2014) . Strategic planning has been identified as a valuable framework for effective implementation of school reforms and empowers schools to effectively respond to their needs (Fullan, 2004; Gamage, 2006; Steyn & Wolhunter, 2010) . Strategic planning has been advocated as a tool for change management to lead school reforms and change the way people work (Fullan 2004) . Strategic planning and implementation provides an inclusive way for school planning, which critical for soliciting higher commitment to the implementation of change (Fullan 2004 ). Hence, it has the potential to enhance collaborative and collegial working relationships among school community members (Wanjala & Rarieya, 2014) . Research by Wanjala (2014) depicted that Kenyan secondary schools have a long way to go in the full integration of comprehensive strategies. Most of the strategies are mainly in the leaders mind and with the prevalent hierarchical and bureaucratic leadership impacts planning process within the schools this is because central line-management and defined positions of power inhibit the strategic planning processes that call for a level and relationship-driven leadership which purposes to develop schools as more fluid organisations (Davies & Davies 2010) . It is however notable that schools that have strategies in place and appropriately executed have a significant impact on the performance (Bell, 2002) . With this in perspective in this study it will be important to also appreciate the impact of strategy execution
II. Literature Review
Strategic implementation and alignment is the most important yet the most difficult part of strategic leadership (Brecken, 2004 ). According to David & David (2004) Kaplan and Norton (2001) argue that strategy can be translated into action through the use of "strategy maps" and "balanced scorecards" as they "provide a framework to describe and communicate strategy in a consistent and insightful way". Execution of strategy entails the transformation of the current frame of mind of the institution. When executing change / translating the culture of the organization; there are two principal aspects that have to change; the culture -the mindset and the behavior of the people within the organization. Wilson (1997) states "organizational change has two principal aspects; change in mission and strategy and change in culture and behavior" to ensure alignment.
According to Tichy and Sharman (1993) there is a three stage process to transform the strategy into action; Firstly there is the awakening stage; it involves building an agreement within the school that a continuation of the current way of working will not deliver the effectiveness desired in the future. Secondly is the envisioning stage. This entails the creation of a clear picture of what the new way of operating looks like and creation of the capacity to achieve it. Finally there is the new architecture of the new institution or in this case a school then emerges. It is important to remember that strategy is a neutral delivery vehicle. If you have a poor vision and a dubious moral purpose then a good strategic process and approach may effectively deliver it for you (Davies, 2015) . This means that the strategy"s existence is not in a vacuum environment it requires be part of a wider process of values-led leadership and futures visioning.
Alignment in an organization suggest that there is strong connnection between the employees activities, organization structures and product offering. Chorn (1991); , stated that the strength of the alignment theory is its ability to pool the organization members into a more logical and cohesive structure. They concurred that the alignment is essential because it "provides a way for capturing the best approaches by linking strategy and people and integrating them with customers and process improvement". The strategic leader in the schools-the principal has the role to align the staff. The principal should govern the strategic conversation and dialogue relating to the issues and concerns facing school and the future outlook of the school. These conversations enable people to develop a strategic perspective of what the school might become. Further engagements in discussions evokes staff participation which leads to greater participation and increase in understanding. The process of greater awareness and participation in discussion is a key way which develops alignment. This is because the leader aligns by motivating individuals in the organization as they develop a strategic cause in which individuals contribute leading to increased commitment and effort. advocates developing "emotional capabilities, trust-building capabilities and capabilities to build a "psychological contract" as the means of engaging and motivating staff. When people are involved and part of something they believe in they are better able to identify with the short and long-term goals of the strategy. Building commitment to values and long-term ambitions provides individuals with a vision and sense of direction that allows them to put short term problems and challenges into context (Davies & Davies, 2004 According to Davies and Davies (2006) there is a four stage approach toward translating the strategy into action written and structural. Oral articulation is the way leaders communicate, through strategic conversations, the strategic purpose and direction of the organization. Written articulations refer to the formal statements and plans that are clearly distinguishable from operational short-term plans. Structural articulation refers to the organizational infrastructure that supports and develops the strategic approach.
Second, in building common understanding of what is possible through shared experiences and images; the building stage entails envisioning a clear and understandable picture of what this new way of operating would look like. This involves awakening the people in the school to alternative perspectives and experiences, and building an agreement within the school that a continuation of the current way of working is inadequate if the school wants to be effective in the future (Davies, 2005) Third, the leadership needs to create through dialogue a shared conceptual or mental map of the future. What strategic leaders are able to do is step back and articulate the main features of the current organization, which might be called the strategic architecture (Kaplan and Norton, 1996; of the school, and lead others to define what the future of the school and the new architecture will be. This may involve the process, described by Davies (2003) , of enhancing participation and motivation to understand the necessity for change, through strategic conversations. Significantly it draws on high-quality information both from within and outside the organization which is part of the strategic analysis that underpins the dialogue. Fourth, the leadership needs to define desired outcomes and the stages of achieving those outcomes. This will establish a clear picture of the new strategic architecture of the school. Tichy and Sharman (1993) identify this stage as involving the identification of a series of projects that need to be undertaken to move the organization from its current to its future state.
Additionally in creating alignment within the organization the leader should building capability within this organization. This is achieved through the strategic conversation and enhanced participation building greater personal and organizational capability and capacity (Davies, 2005) . Given that the major resource of any organization is the quality of its human capital, then enhancing that quality should be a major organizational focus. It is useful to differentiate between capability and capacity. Capacity can be considered the resource level that is available at any given moment to achieve an objective. Capability is that mix of skills and competencies possessed by the people in the organization which is needed to achieve the task. The right number of people may not, at a particular juncture, have the right skills. However, when they do, it can be said that both capacity and capability are present. Boisot, (2003) states that, "we shall use the term capability to depict a strategic skill in the application and integration of competencies". This idea was seen by a school leader as: "the ability to work at challenges together to bring skills of other people to bear so the organization can learn to solve problems and not just rely on simplistic external solutions" (Davies & Davies, 2006) .
The leadership challenge of when to make a significant strategic change is as critical to success as choosing what strategic change to make. The issue of timing can rest on leadership intuition (Parikh, 1994) as much as on rational analysis. When individuals in the organization are ready for change, when the organization needs the change and when the external constraints and conditions force the change, all have to be balanced one against the other. Such judgment is manifested in not only knowing what and knowing how but also knowing when (Boal & Hooijberg, 2001 )as important, knowing what not to do (Kaplan & Norton, 2001 ). Therefore we could add to this list knowing what to give up or abandon in order to create capacity to undertake the new activity. Several of the school leaders in the study highlighted the essence of strategic timing, in ensuring they get it right not just for themselves but also for the institution. They observed that the timing was more of an intuitive aspect (Davies, 2005) . If the strategic timing is wrong it can have devastating effects on the school. People will be divided, and realizing the strategy will therefore be impossible. In addition to the critical skill of strategic timing is that of strategic abandonment. If a school adopts a new way of doing things or adopts a new strategic priority, how that fits into an already crowded agenda has to be considered. Sometimes these strategies have been abandoned as they did not tie into the current impacting factors. This may result in the institution abandoning the current strategy for the more likely one which will be in tune with the emerging concerns.
Strategic capability can be defined as the resources and competences of an organization need to survive and prosper. Prahalad & Hamel (1990) use the term "core competencies" whileStalk, Evans, & Schulman (1992) use the term "strategic capabilities". Davies & Davies (2006) The strategic capabilities are divided into two categories; threshold capabilities and capabilities for competitive advantage which are comprised of unique resources and core competencies, both difficult to imitate for competitors Johnson, Scholes and Whittington., (2009) identify strategic capabilities are those resources and competences capabilities needed by an organization to meet minimum customer requirements and for it survival or they could be the threshold competences required to deploy resources so as to meet customers" requirements and support particular strategies. To survive and prosper an organization needs to understand the challenges of the environment that it faces. It should be clear the capable of delivering in terms of the critical success factors that arise from demands and needs of its customers. The strategic capability to do so is dependent on the resources and the competences it has. These
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www.iosrjournals.org 29 | Page must reach a threshold level in order for the organization to survive. Additionally the organization should be capable of achieving competitive advantage, this requires it to have strategic capabilities that its competitors find difficult to imitate or obtain, it could be in form of a resource or core competences of the organization (The strategic position: strategic capabilities, 2007). Strategic leaders display a sense of dissatisfaction or restlessness with the present status or situation. This restlessness involves living the reality of having to manage the current situation and not being able to change it for some time until greater capacity and capability has been built (Ercetin & Maya, 2010 ). This restlessness is also termed as creating tension by Senge (1999) emerging from a seeing the disparity between the vision and the reality of the way things are. Strategic leaders are able to envision the "strategic leap" that an organization wants to make, while acting as passionate advocates for change (Davies & Davies, 2004) . Strategic leaders also have absorptive capacity which is the ability for an organization to teach (Evans & Lindsay, 2008) . According to Cohen and Levinthal (1990) , absorptive capacity is the capacity to recognize new information, assimilate it and apply it toward productive ends. Boal and Hooijberg (2001, p. 517) also call this "absorptive capacity" and argue that leaders "have a unique ability to change or reinforce existing action patterns" within the organization. It is thus clear that a strategic leader needs to have the ability to identify, understand and assimilate new information that is beneficial to the organization"s growth. The critical nature of their position often means their interpretation of reality determines patterns of action within the organization (Davies & Davies, 2004) .
Strategic leaders have adaptive capacity which is the ability to change and learn in response to the institution/ organization needs. Davies (2004) firms up that in this era of innovation and continuous learning where success may depend on a flexible strategic response, it is important to have the strategic absorptive capacity and it may favor emergent strategy or strategic intent approach. Leaders require the ability to learn and change according to Sanders (1998) , they need to adapt through the chaos and adapt new ways of thinking and seeing. Strategic leaders have strategic wisdom. According to Robert Stenberg successful intelligence is achieved where there is a combination of practical intelligence, analytical intelligence and emotional intelligence. Additionally Boal and Hoojberg (2001) observed that most researchers intimate that leaders need to have important interpersonal skills such as empathy, motivation and communication. A broad list has been itemized by Robert in addressing the nature of wisdom in a strategic leader; successful intelligence, balancing of interests, balancing of timeframes, mindful infusion of values, balancing of responses to the environment , application of knowledge for the common good. Bennet (2000) also adds to the list by including integrity, social justice, humanity, respect, loyalty and a sharp distinction between right and wrong. Gardner (1985) espouses the need for a strategic leader to have social intelligence as the ability to notice and make distinction among other individuals particularly in relation to their moods, temperament, motivation and intentions.
Becoming aligned does not simply happen. Someone in a position of power has to make it happen with a huge push or some type of Herculean effort . Real change almost always starts at the top. To achieve the vision, the organization needs to produce results through the existing processes in the organization, and the creation of new processes to deliver additional results (Khadem, 2008: 34) . According to , a hierarchy that stresses command and control can claim to do neither. Measurements tied to company objectives are the key to vertical alignment. The importance that the Top level management attributes to determining the organization"s strategic direction must be matched with the communication and deployment of the strategy throughout the organization. Involving employees in the process of strategy determination will result in faster more effective deployment . Alignment is essential and produces dramatic benefits for organizations (Kaplan & Norton, 2006) , and alignment is critical if organizations are to achieve synergies through their business and support units (Kaplan & Norton, 2006) . While the necessity for an alignment between the organization"s strategies, customers, processes and people is theoretically founded, only a few researchers have empirically studied the nature of alignment and its influence on the learning institution"s performance. Alignment of the four constructs of strategic leadership, strategy, customers, processes and people, falls within the context of the current research.
Strategic alignment can be defined as a Partnership, which is used to describe a working relationship reflecting a long-term commitment, a sense of mutual cooperation, shared risk and benefits, and other qualities consistent with concept and theories of participatory decision making (Handerson, 1990) .It is the link between an organization"s overall goals and the goals of each of the units that contribute to the success of those overall goals (Andolsen, 2007) . Alignment in an organization can be termed as arrangement within the organization that ensures the set goals for which the organization is functioning are met. Alignment in an organization suggest that there is strong connnection between the employees activities, organization structures and product offering. and stated that the strength of the alignment theory is its ability to pool the organization members into a more logical and cohesive structure. They concurred that the alignment is essential because it "provides a way for capturing the best approaches by linking strategy and people and integrating them with customers and process improvement" (p. 13). The principle of Strategic "fit" which is the . Strategic alignment is a state in which the strategic goals are guiding the employees, customers and key processes to work in unison to achieve the goals set for the organization. Aligned organizations enjoy greater customer and employee satisfaction and produce superior returns for shareholders Labovitz (2004) ; maintains that alignment gives managers at every level of the organization the ability to rapidly deploy a coherent business strategy, be totally customer focused, develop world-class people and continuously improve business processes -all at the same time. Strategic alignment furthermore provides a means to measure the effectiveness of organizations. Khadem (2008) stipulates that when two people are aligned when they move in the same direction. They are integrated when they cooperate with each other. Thus total alignment encompasses both alignment and integration. It is possible to be aligned but not integrated. This is evident when two people move in the same direction but without cooperation. Khadem (2008) maintains that alignment needs a center of focus or frame of reference for all employees, which is the vision, values and strategy of the organization. Alignment therefore means cooperation and integration with the organization"s vision, values and strategy. Hence, according to Khadem (2008) , the most effective way to make an organization"s business strategy effective is through alignment and follow-up. This means that in an organization where there is a state of alignment, the employees understand their contribution toward to the strategy objectives and strives to make a contribution to its realization.
The role of leadership in a school is of importance to the academic performance of the school which is its core mandate. The school principal or head teacher is the head of the school and performs critical functions that dictate on the academic performance of the school. The school principals are charged with five major roles including administering the approved school curriculum, school finance and business, staff and students in the school, school plant and equipment and school community relations. The principal as the chief executive is the overall in charge of the school and is responsible for the quality of the school. S/he supervises the whole school programs and bears the ultimate responsibility for the overall school performance, proficiency and effectiveness including the competency of all school programs. The head is the secretary to the BOG, and in charge of the day-to-day activities in the school. He should understand the departmental programs and work closely with all the teachers through consultation on issues of mutual interest to the school like games and sports, other cocurricular activities and examinations. The school head should be well informed and experienced on the school system and should have an orientation to the whole school program
The school principals play the role of administrators in addition to teaching duties that they may have. In this capacity, the school principals coordinate the efforts of diverse stakeholders towards the achievement of the school educational goals. These stakeholders include the teachers, parents, students, education officials and the community surrounding the school. These stakeholders influence the academic goals of the institution in diverse ways. Amongst the stakeholder management functions or coordinating efforts that the principals undertake include professional advice to the school board, leaders of reforms, managers of resources and communicators to the public. School leadership is therefore concerned with pupils, teachers and the rules, regulations and policies that govern the school system. The school leadership also plays a critical role in creating a conducive environment for learning and teaching activities to take place. In this context, the school leaders promote a shared vision, mobilizes the stakeholders, lead curriculum and pedagogical practice, administrate effectively and reflect critically on all practice in the institution. The school leadership also involves the inspiring and supporting others towards the achievement of the school vision which is based on clear personal and professional value. Essential functions of school leadership involve traditional competencies of integration, coordination, assimilation of details, capacity for multi-perspectives, diplomacy and corebusiness competency. School principals therefore have to embrace the best practices to be effective and efficient by creating and sustaining a competitive school. Principals have to develop and implement strategic school improvement plans and provide instructional guidance to improve learning. The school leadership also cultivates and facilitates professional growth of teachers through planned educational seminars, conferences and in-service education programs teachers can improve immensely on their performance. The school leadership also formulates policies and practices that aid in the academic performance of the institution. This is achieved through decision making in aspects such as school rules, regulations and programs. These aspects are facilitated through staff meetings, students" council, clubs, committees and organizations involved in running the school.
The success of any school is dependent on its leadership. The schools which fail have weak leadership such as failure to sell its vision to its followers; the inability to respond or identify threats; overestimating their ability to control the school"s external environment; having no boundary between their interests and those of the school; eliminating all those who disagree with them; and underestimating obstacles and relying on what worked in the past. The strategy execution relates to the use of managerial and organizational tools to direct resources towards the achievement of strategic results. The strategy execution has also been defined as the administration and execution of strategy plan. The strategy execution has also been defined as the building of
DOI: 10.9790/487X-1907012540 www.iosrjournals.org 31 | Page capable organization through resources allocation to critical action plans, establishment on an enabling environment, embracing best practices as well as best practices. Macharia (2011) indicates that strategy implementation involves the resources allocation in the pursuing of the chosen strategies within an organization. According to Karani, (2009), strategy has been defined as the direction and scope the organization wishes to go in the long-term. Strategy has also been defined as a set of decisions that guides organizations" operations. Strategy execution is a critical influencer of performance in any organization. There are diverse factors that influence strategy implementation and its success including top management commitment, employee engagement, communication of strategies, cascading accountabilities, selecting the best people to drive key initiatives, and the ability to monitor and tract progress. Other aspects include adequacy of feedback system, sufficiency of resources, resources deployment, leadership skills, staff motivation, and a supportive company culture. The human resources factors play a critical role in strategy execution within the context of performance in any institutions. The human resource factors in strategy execution includes diverse aspects such as recruitment, selection, training, transfers, promotions and lay off of employees with a view of attaining strategic goals. The success of the strategy execution occurs with the identification of the right staff in the critical positions within the organization. The right people relates to their skills, education qualification, track records, values, and management styles amongst other aspects. The organizational structure affects the strategy execution within an institution. In this context, Karani (2009) notes that organizational structure is the ideological glue that holds the organization together enabling the organization"s ability to pursue strategy. This is because organizational structure determines the employees" behaviors. The value creation activities of organization members are meaningless unless some type of structure is used to assign people to tasks and connect the activities of different people and functions.
The strategy execution relates to embracing change in the way of doing things in an organization in order to achieve certain objectives in a faster and more efficient ways. In this context, leadership plays a critical role in the strategy implementation as the leaders are the owners of change. The leadership has been described as the most significant force that enables the success or failure of strategy execution. The leadership also create conducive environment for the strategy execution through creation of policies, organizational structures, and organizational procedures. Kinyanjui (2015) examined the relationship between strategic leadership and strategy execution. The study notes that there are several attributes that strategic leaders have that influence strategy execution including determination of strategic direction, establishing balanced organizational controls, effective managing the organization"s resource portfolio and sustaining an effective organizational culture. Strategic leadership provides the scope and direction to help drive success for the organization. The strategic leader is able to influence the change management, staff motivation, and team work amongst the employees.
III. Objective of the Study
To determine the impact of a strategic leader"s strategy execution primarily implementation and alignment on the academic performance of the National schools in Kenya.
IV. Methodology
The study used descriptive research design. A population is the complete group of entities that will be examined in the study (Zikmunnd, Babin, Carr, & Griffin, 2013) . The target population is examined using the units of observation and units of analysis. The unit of observation refers to the units in which the information is received and statistics are compiled or an object about which information is collected (Cooper & Schindler, 2003) . The unit of observation has also been defined as the identifiable organizations or physical entities which are able to report data about their activities (Mugenda, 2003) . The unit of observation for this study was the national secondary schools deputies or department heads in Kenya in the 103 national schools. According to the Ministry of Education (2017), there are 103 national schools within the country. The total number of students in these national schools is approximately 107388. The national schools are represented in every county thus the information gathered would be representing the country. To ensure that the results acquired were not influenced by aspects of differentiation of the schools in entities such as cognitive ability of the students, infrastructure, government funding a choice to use institutions that are somewhat at par in resources was reached. This ensured that neither of the schools had an added advantage in relation to resources. The sample size of this study was 93 principals of national secondary schools that were drawn using census sampling. Therefore, 93 questionnaires were distributed to the respondents of which only 87 questionnaires were returned making a response rate of 93%. The six unreturned questionnaires were attributed to unwillingness amongst some principals to participate in the study. This is despite the issuance of a consent letter indicating that (i) the study is meant for an academic purpose only, (ii) maintenance of anonymity in their responses, and (iii) promise of keeping their information confidential. This response rate was deemed sufficient for study. This is because Sekaran & Bougie, (2011) indicates that a response rate of over 85% being excellent, 70-85% very good, 60-70% acceptable and below 50% not acceptable. 
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V. Findings And Discussions

Frequency Distribution of Strategy Execution
The aspect of the national school continuously assessing progress relative to these action plans is critical as indicated by 43.7% and 56.3% of the respondents who agreed and strongly agreed to the metric respectively. This is in line with Bass (2007) findings that Strategic leaders make and communicate decisions for their organizations" future. They formulate the organizations" goals and strategies; develop structures, processes, controls and core competencies for the organization; manage multiple constituencies; choose key executives; groom the next generation of executives provide direction with respect to organizational strategies: maintain an effective organizational culture; sustain a system of ethical values; and serve as the constituencies, as well as negotiate with them (Bass, 2007: 36) . A cumulative percentage of 100% of the respondents were affirmative that they compare notes with their competing schools and key benchmarks. A majority of 56.3% of the respondents strongly agree that their respective schools collect and integrate information about student learning. A majority of 71.3% of the respondents indicated that their faculty promotion process was based on accepted principles of academic performance.
On the other hand, in relations to national schools having effective ways of motivating faculty and staff to develop and utilize their full potential, 14.9% and 85.1% of the respondents indicated that they agreed and strongly agreed respectively. The staff alignment and motivation is of critical importance to performance. Alignment in an organization suggests that there is strong connection between the employee"s activities, organization structures and product offering. Chorn, 1991; Labovitz & Rosansky, 1997 stated that the strength of the alignment theory is its ability to pool the organization members into a more logical and cohesive structure. They concurred that the alignment is essential because it "provides a way for capturing the best approaches by linking strategy and people and integrating them with customers and process improvement". The strategic leader in the schools-the principal has the role to align the staff. The principal should govern the strategic conversation and dialogue relating to the issues and concerns facing school and the future outlook of the school. These conversations enable people to develop a strategic perspective of what the school might become. Further engagements in discussions evokes staff participation which leads to greater participation and increase in understanding. The processor greater awareness and participation in discussion is a key way which develops alignment. This is because the leader aligns by motivating individuals in the organization as they develop a strategic cause in which individuals contribute leading to increased commitment and effort. advocates developing "emotional capabilities, trust-building capabilities and capabilities to build a "psychological contract" as the means of engaging and motivating staff. When people are involved and part of something they believe in they are better able to identify with the short and long-term goals of the strategy. Building commitment to values and long-term ambitions provides individuals with a vision and sense of direction that allows them to put short term problems and challenges into context (Davies & Davies, 2004) . In respect to national schools having effective ways of determining and ensuring their LCP, 4.6%, 41.4%, and 54% of the respondents were neutral, disagreed and strongly disagreed respectively. On the current LCP addressing students" educational and developmental needs to maximize on their success, a majority of 54% of the respondents strongly agreed to the metric. A cumulative percentage of 70.1 were affirmative that the national school incorporated inputs from students, faculty, staff and stakeholders to determine key SP requirements.
Means and Standard Deviations of Strategy Execution
The means and the standard deviations of strategy execution were examined using a five point likert scale with descriptors Strongly Disagree (SD), Disagree (D), Uncertain (U), Agree (A) and Strongly Agree (SA). These were represented as 1,2,3,4 and 5 respectively in the SPSS input spread sheet. The interpretation of the scores 1<µ<1.5, 1.5<µ<2.5, 2.5<µ<3.5, 3.5<µ<4.5, and 4.5<µ≤5 where µ represents the mean were that the respondents on average tended to strongly disagree, disagree, be uncertain, agree and strongly agree respectively in relations to the given metric. On the other hand, the standard deviation interpretation with the scores 0<σX<0.5, 0.5<σX<1, and σX≥1 implied that the responses were concentrated around the mean (high consensus), responses were moderately distributed, and there was no consensus on the given metric respectively. All the indicators of strategy execution had the respondents tending to strongly agree due to means of above 4.5 except in relations to national schools having effective ways of determining and ensuring LCP which the respondents on average tended to agree due mean of 4.4943.
Multiple Linear Regression of Strategy Execution
The cumulative effect of strategy execution metrics on the academic performance was examined using multiple linear regression analysis. The positive multiple correlation coefficient (R) indicated the cumulative effect of strategy execution is positively correlated to academic performance of national schools. There is a strong and positive correlation of 0.479 between the strategy execution and academic performance of national schools. On the other hand, the coefficient of determination (R Square) of 0.229 indicates that 22.9% of the variance in academic performance can be attributed to strategy execution in national schools. To examine if the multiple linear regression was a good fit for data, then the ANOVA of strategy Execution was examined. Since F (11, 75) = 2.030, p<0.037 then the model was considered a good predictor of academic performance as a p value of 0.037, implied only a 3.7% likelihood of a multiple linear regression model giving the wrong responses. Therefore, the multiple linear regression of strategy execution was undertaken. The multiple linear regression equation of the strategy execution was represented as per below; Academic Performance =8.143 + 0.293X 1 -0.668X 2 -0.451X 3 -0.291X 4 -0.224X 5 + 0.396X 6 -0.088X 7 + 0.068X 8 + 0.120X 9 + 1.208X 10 -0.130X 11 The multiple linear regression equation indicates that the academic performance would be at 8.143 without the strategy execution metrics. A unit increase in effective ways in determining and ensuring our key SP"s was key would lead to a 1.208 increase in academic performance and was the only item that had a significant influence on academic performance due to a p value of 0.002. 
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VI. Recommendation
The study recommended that the national schools should emphasize the role of strategy execution with view of improving on the academic performance of their schools. This was because the strategy execution had found to have a significant influence on the academic performance. This was largely attributed to the fact that the national schools boost of little variances in terms of resources and leadership dynamics hence making strategy execution a key determinant of academic performance in national schools. In particular the school should focus on the following aspects; (i) We have effective ways in determining and ensuring our key SP"s (ii) We have effective ways in determining and ensuring our LCP (iii) We continuously assess progress relative to these action plans (iv) We continuously improve our LCP to maximize student success and improve educational programs (v) We incorporate inputs from students, faculty, staff and stakeholders to determine key LCP requirements
